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EU librarians on the move?  
An exploration of potential impacts of Brexit on workforce diversity  
 
Josefine Blunk, Melanie Benson, Andrew Cox 
 
Abstract 
 
This study investigated whether the academic library sector in the UK could be in danger of 
experiencing a decline in workforce diversity following the Brexit vote. A web survey was 
distributed to academic libraries and LIS departments across the UK. Follow up email interviews 
were conducted with twelve individuals. Participants were very worried about effects of Brexit 
on their right to reside in the UK. Two years after the referendum they still felt a high degree of 
uncertainty about their future. Most participants wanted to stay in the UK. Whilst about a third 
considered leaving due to Brexit; 21% were undecided and 14% had made concrete plans to 
leave. However, reasons to leave ultimately lay mostly outside of the place of work or study.  The 
findings suggest that the UK academic library sector could be in danger of experiencing a decline 
in workforce diversity as a result of Brexit.  
 
  
Introduction  
 
The 23rd of June 2016 has been marked in European history as the day on which a narrow majority 
of UK citizens (51.9%) voted in favour of leaving the European Union (EU). During the negotiations 
one of the main interest of EU negotiators now lies in securing the rights of approximately 3 
million EU nationals living and working in the UK (McClean, 2017). The call to restrict immigration 
was a major concern in the campaign of Brexit proponents and among the drivers of the 
referendum result  ? ?ŶŐĞůŽ ?<ŽĨŵĂŶ ? ? ? ? ? ?,ŽďŽůƚ ? ? ? ? ? ?WŽƌƚĞƐ ? ? ? ? ? ?sĂƌŐĂƐ-Silva, 2016).  
 
Unsurprisingly, for many EU nationals living and working in the UK, the Brexit vote has created a 
high degree of uncertainty (Remigi et al., 2017) with an effect on migration flows (Lessard-Phillips 
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& Sigona, 2018). Fewer EU nationals are immigrating to the UK whilst an increased number have 
decided to leave (ONS, 2018). These trends could have severe effects on workforce diversity in a 
number of sectors including Higher Education (HE) (Esmail, Panagioti, & Kontopantelis, 2017; 
Kirkland, 2017; Mohamed, Pärn, & Edwards, 2017; Rolfe, 2017). Academic libraries, which have 
ƚƌĂĚŝƚŝŽŶĂůůǇ ďĞĞŶ  “Ăƚ ƚŚĞ ŚĞĂƌƚŽĨ ƚŚĞ ƵŶŝǀĞƌƐŝƚǇ ?(Pinfield, Cox, & Rutter, 2017), have so far 
received less attention regarding the potential effects of Brexit on their workforces. However, 
examining this sector is of increased importance, considering that it is already known for being a 
 “ƉĂŝŶĨƵůůǇŚŽŵŽŐĞŶŽƵƐƉƌŽĨĞƐƐŝŽŶ ? (Morales, Knowles, & Bourg, 2014). The need for workforce 
diversity is an important theme in the librarianship literature, but it is most usually seen as 
relating to ethnicity (Honma, 2005; Peterson, 1999; Riley-Reid, 2017). Brexit poses an issue of 
loss of national diversity. This is a potentially significant problem in itself because non UK 
European staff members have a particularly valuable skillset in terms of language and cultural 
skills, as well as sharing backgrounds with many students and academic staff. 
This research therefore undertook to investigate whether the academic library sector in the UK 
could be in danger of experiencing a decline in workforce diversity, in the face of a current period 
of uncertainty, following the Brexit vote. Specific research questions were: 
 
x Are there academic librarians and LIS students with non-UK EU origin, working or 
studying in the UK, who are considering or planning to leave the UK because of reasons 
related to Brexit? 
x How do academic librarians and LIS students with EU nationality feel about the 
referendum directly after the vote, and how do they feel about two years later? 
x How well are staff from a non-UK EU background being supported through the 
uncertainty of Brexit? 
x How can academic libraries, LIS departments and schools improve recruitment and 
retention of EU nationals? 
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Literature Review  
 
The Brexit vote, as a recent event in European history, is a relatively novel topic in research 
literature and especially that of LIS. At present there are only a small number of LIS publications 
stemming Brexit (McLeod & Lomas, 2017, 2018; Morris, 2016; Pinfield et al., 2017). Thus, the 
following reviewed literature has also drawn from other scientific disciplines, mainly politics. 
 
Diversity in Academic Librarianship 
 
The definition of diversity in the academic librarianship literature, which often comes from an 
American context, incorporates a number of different attributes. Nationality and geographic 
background have, among others, been recognised as dimensions of diversity (Hanna et al., 2011; 
Kreitz, 2008). Kreitz (2008) reviewed different definitions and recognised four groups to which 
diversity attributes can belong:  “personality (e.g., traits, skills, and abilities), internal 
characteristics (e.g., ŐĞŶĚĞƌ ? ƌĂĐĞ ? ĞƚŚŶŝĐŝƚǇ  ? ? ? ? ? ĞǆƚĞƌŶĂů characteristics (e.g., culture, 
ŶĂƚŝŽŶĂůŝƚǇ ? ƌĞůŝŐŝŽŶ  ? ? ? ? ? ĂŶĚ ŽƌŐĂŶŝǌĂƚŝŽŶĂů ĐŚĂƌĂĐƚĞƌŝƐƚŝĐƐ  ?Ğ ?Ő ? ?position, ĚĞƉĂƌƚŵĞŶƚ  ? ? ? ?  
Despite the widespread recognition of these various dimensions, the concept of diversity has 
previously predominantly focused on ethnicity in the academic librarianship literature (Honma, 
2005; Peterson, 1999; Riley-Reid, 2017).  
The issue of ethnic diversity is particularly current with increasing recognition of the BAME 
achievement gap ĂŶĚ ƚŚĞ ŶĞĞĚ ƚŽ  “ĚĞĐŽůŽŶŝƐĞ ? ƚŚĞ hŶŝǀĞƌƐŝƚǇ(Ishaq and Hussain, 2019; 
Bhambra, Nisancioglu & Gebrial, 2018). The social concern to remove stigma attached to 
different forms of sexuality is also an increasing concern (Schneider, 2016).  Brexit poses a further 
threat to diversity. European emploǇĞĞƐ ?ƉĞƌƐŽŶĂůĞǆƉĞƌŝĞŶĐĞŽĨŵŽďŝůŝƚǇĞŶĂďůĞƐƚŚĞŵƚŽƌĞůĂƚĞ
strongly to students and academic staff who are also undertaking such transitions. For UK 
universities with their very large numbers of international students such empathy is highly 
relevant. The academic staff body also includes many non UK Europeans. Non UK European staff 
also have particularly valuable linguistic and cultural knowledge relevant to maintaining the 
diversity of library collections, which contain many works written from across Europe, often in 
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European languages other than English. As professionals charged with making accessible and 
preserving diverse forms of knowledge, librarians need to embody that diversity. 
 
Diversity in LIS is often treated as an organisational goal from a managerial point of view; 
literature regularly includes best practices on managing diversity and implementing diversity 
initiatives (Hanna et al., 2011; Kreitz, 2008). This goal has been presented as a necessary response 
to increased user diversity, in the light of globalisation and internationalisation (Gulati, 2010; 
Hanna et al., 2011; Kreitz, 2008). Literature on recruitment stresses the value of diverse staff to 
better service provision through their cultural and language knowledge (Dewey & Keally, 2008; 
Kim, Chiu, Sin, & Robbins, 2007).  
 
Recruitment and retention are major themes in academic librarianship literature on diversity 
(Acree, Epps, Gilmore, & Henriques, 2001; Musser, 2001; Neely & Peterson, 2007). Several 
authors highlight the importance of developing specific strategies for the recruitment and 
retention of a diverse workforce (Dewey & Keally, 2008; Howland, 1999; Neely & Peterson, 2007). 
Neely and Peterson (2007) stress that a diversity agenda needs to be placed within sector-wide 
strategic aims. The authors further formulated goals for recruitment, retention and career 
advancement. Howland (1999) emphasises the importance of equality focused strategies whilst 
Dewey and Keally (2008) discuss strategies for the development of recruitment programmes. 
 
Retention is another important theme within diversity literature (Acree et al., 2001; Howland, 
1999; Musser, 2001). Musser (2001) suggests that more needs to be discovered about the 
reasons making employees want to stay in their organisations. The authors therefore discuss 
models to investigate those factors and retention tools such as mentoring, networking, 
professional development and work climate.  An article by Acree et al. (2001) also recommends 
professional development to retain minority staff, especially at an early career stage. Howland 
(1999) views a supportive work climate as fostering retention, where management and every 
member of the profession openly commits to diversity. 
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Diversity can be addressed by celebrating difference and multiculturalism and through tackling 
racism and discrimination (Balderrama, 2000). Alabi (2015a) detected a lack of literature on the 
latter within academic librarianship. The author sought to investigate minority academic 
librarians ? experiences of racial microaggression through an online survey. Microaggression is a 
form of degradation through subtle verbal and non-verbal messages towards the member of a 
race, often sent unconsciously. The author found evidence of microaggressions in academic 
librarianship, which can impact work climate (Alabi, 2015a). Other experiences depicted in the 
study reported discrimination based on geographical origin (Alabi, 2015b). 
 
Brexit and its impacts on immigration 
 
Immigration has been and continues to be a major topic in the Brexit discourse  ? ?ŶŐĞůŽ  ?
Kofman, 2018; Portes, 2016; Vargas-Silva, 2016). Literature in this area tends to be speculative in 
nature, mirroring the constantly changing negotiations between the UK and EU at the time of 
writing. It also depicts a general uncertainty towards UK migration policy  ? ?ŶŐĞůŽ ?<ŽĨŵĂŶ ?
2018; Vargas-Silva, 2016) and varied reasons for the voting result, such as the financial crisis and 
austerity; the wish to restrict immigration; but also Euroscepticism, xenophobia and racism 
 ? ?ŶŐĞůŽ ?<ŽĨŵĂŶ ? ? ? ? ? ?'ŽƵŐŚ ? ? ? ? ? ?.  
 
However, the debate to restrict immigration did not have a focus on those EU nationals already 
in the UK (Vargas-Silva, 2016), a group who will be greatly affected by changes to immigration 
law and restrictions on free movement. Future scenarios for this group have been discussed. One 
predicts ĂƌĞƚƵƌŶĨƌŽŵhŶĂƚŝŽŶĂůƐƚŽ “ŵŽďŝůĞǁŽƌŬĞƌƐ ? ŝŶƐƚĞĂĚŽĨ  “ĨĞůůŽǁƵƌŽƉĞĂŶĐŝƚŝǌĞŶƐ ?
 ? ?ŶŐĞůŽ ?<ŽĨŵĂŶ ? ? ? ? ? ?. Another scenario is concerned with the alignment of the rights of EU 
and non-EU nationals, imposing much stricter regulations on the latter in relation to entry, 
settlement, employment and entitlement to social benefits  ? ?ŶŐĞůŽ ?<ŽĨŵĂŶ ? ? ? ? ? ?sĂƌŐĂƐ-
Silva, 2016). 
 
Generally, there is agreement that the UK could become a much less popular location to settle 
with the new regulations in place  ? ?ŶŐĞůŽ  ? <ŽĨŵĂŶ ?  ? ? ? ? ? sĂƌŐĂƐ-Silva, 2016). However, 
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immigration law is not treated as the only cause for potential changes in immigration flows. 
Vargas-Silva (2016) speculated that a negative economic development, triggered by Brexit, might 
have a bigger impact. Research has emphasised long-term impacts on immigration  ? ?ŶŐĞůŽ ?
Kofman, 2018; Vargas-Silva, 2016), neglecting the possibility that the Brexit vote alone might 
have short-term implications for immigration flows. Portes (2016) argued that the perception of 
an unwelcoming climate, amplified through individual racist motivated incidents and a lack of 
certainty, could lead EU nationals to leave the UK. 
 
Impacts on Different Sectors 
 
The threat of EU nationals leaving the UK, and decreased immigration from the EU, is discussed 
across a variety of sectors: including health (Esmail et al., 2017; Fahy et al., 2017; Gulland, 2016); 
construction (Mohamed et al., 2017); the low-skilled-sector (Rolfe, 2017); HE (Kirkland, 2017; 
Mayhew, 2017); and science (Galsworthy & McKee, 2017; Aitchison, 2017; Wooldridge, 2017). 
 
HE faces challenges in the recruitment and retention of academic staff, as well as in the ongoing 
attraction of EU students, with the potential to settle after graduation (Kirkland, 2017; Mayhew, 
2017). As of 2017 there were 125,000 EU students studying and an estimated 43,000 EU nationals 
working in UK universities (Kirkland, 2017), comprising about 16% of all UK university staff 
(Galsworthy & McKee, 2017). Galsworthy and McKee (2017) proposed recommendations to 
mitigate the effects of Brexit-related migration in the science sector as a whole, while Aitchison 
(2017) and Wooldridge (2017) provided a perspective on a disciplinary level; however, the actual 
impacts for HE and science are still unclear (Kirkland, 2017).  
 
Brexit and the information profession  
 
To date there has been relatively little LIS literature on the impact of Brexit. Some literature has 
discussed the information professions collectively (McLeod & Lomas, 2017, 2018) while others 
focus on academic libraries (Morris, 2016; Pinfield, et al., 2017). 
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McLeod and Lomas (2017) capture the perspective of information and communication 
technology (ICT) professionals and academics on the potential opportunities and threats posed 
by Brexit, shortly after the referendum. Participants included UK, EU and international ICT 
professionals at all levels of employment, including librarians at private and public institutions. 
Results were analysed using STEEPLE to evaluate socio-cultural, technological, economic, 
environmental, political, legal and ethical factors. The study revealed a high level of uncertainty 
in terms of ƚŚĞǀŽƚĞ ?ƐĚŝƌĞĐƚŝŵƉůŝĐĂƚŝŽŶƐ: slightly over a quarter of participants were not aware 
of their ŽƌŐĂŶŝƐĂƚŝŽŶ ?Ɛ immediate response to Brexit or what future responses might entail. A 
clear majority held negative views on the referendum result and most openly recognised the 
value of non-UK workers for their businesses; these were generally within the HE and Further 
Education sectors. It was generally felt that threats posed by Brexit clearly outweighed potential 
opportunities. The research population was surveyed again on the same topics one year later and 
a briefing produced (McLeod & Lomas, 2018). The authors urged the UK government and EU to 
provide a clear roadmap to guide future strategies, and to continue to recruit international 
students to the UK, although benefit here was presented in terms of their contributions to the 
UK economy through university fees and expenditure. 
 
Another study (Pinfield et al., 2017) aimed to identify future key topics for academic libraries in 
the UK, finding Brexit to be perceived as highly significant for the future of academic libraries. 
Morris (2016) provided the personal perspective of an academic librarian in this area, discussing 
aspects she perceived as being potentially affected by Brexit, including budgets, funding, 
acquisition, collection building, and workplace rights. She further called for more discussions to 
take place around Brexit from the perspective of academic libraries. 
 
The review reveals a neglect of diversity based on nationality in librarianship literature, as well 
as a gap in the literature on the impacts of Brexit on UK academic libraries. This paper addresses 
both, acknowledging that Brexit is not only a political or professional topic but also a personal 
one, and demonstrating the relations between these aspects. It is too early to evaluate long-term 
8 
 
impacts of Brexit without speculation. However, insights gathered during this uncertain 
transition period are still valuable. 
 
 
 
Methodology  
 
This study took an explanatory sequential mixed methods approach (Creswell & Creswell, 2018) 
with the main body of data an online survey, followed up by a number of qualitative email 
interviews, which sought to explain the survey results in greater depth and aid interpretation 
(Creswell & Creswell, 2018; Johnson et al., 2007). Sequential triangulation also increased the 
validity, reliability and depth of research results (Johnson et al., 2007). The inductive, data-driven 
approach was underpinned by a pragmatic worldview, assuming that the combination of 
different data types leads to a more holistic understanding of the research questions (Creswell & 
Creswell, 2018).  
 
The research population consisted of staff in UK academic libraries with EU origin, and EU 
nationals among LIS students in the UK with aspirations to progress into a career in academic 
librarianship. Precise statistics for these populations were not available and hence non-
probability sampling was the only feasible sampling technique; the generated sample is therefore 
not necessarily representative of the research population (Pickard, 2013d). The sample for the 
survey was voluntary and self-selected in the first instance (Vehovar et al., 2016), with further 
use of snowball sampling (Bryman, 2016). 
 
The questionnaire combined mostly closed as well as some open-ended questions. This allowed 
for a high number of easy to process and comparable responses (Pickard, 2013c), while providing 
the opportunity to gather personal views and topics to inform follow-up interviews. Data was 
collected on participants ? residential history and status in the UK; their vote in, and experience 
of, the referendum; and their views on immigration law, migration considerations, experiences 
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of discrimination and levels of perceived support. This final section was mainly composed of 24 
Likert-type scale items for attitude and frequency measures (Pickard, 2013c).  
 
In Summer 2018, invitations to participate were sent via email to LIS schools and university 
departments, and academic libraries across the UK. Social media platforms were used for further 
distribution, including professional channels in the LIS field. Eighty-eight usable responses were 
received. Academic librarians (81) and LIS students (7) from 18 out of 27 non-UK EU countries 
participated. 76 (86%) of participants held a single non-UK EU citizenship, 1% a single UK 
citizenship, and 7 (8%) both. Data were analysed, using quantitative and qualitative methods. 
Quantitative data analysis was performed using SPSS through descriptive statistics for frequency 
distributions; univariate and bivariate analysis was conducted (Bryman & Cramer, 2011). 
Qualitative data was analysed thematically, following Braun & Clarke ?Ɛ (2006) process and using 
NVivo.  
 
The second phase of the study involved interviews to develop further explanations and more 
detail on the quantitative data. Themes selected for further exploration were job searching, 
recruitment and retention. These themes were chosen to examine how the retention of 
academic librarians and the chances for LIS students to progress in a career in academic 
librarianship in the UK could be positively influenced. The sample comprised a purposeful 
selection of students and staff at different career levels from the pool of volunteers from the first 
phase. Data was collected via asynchronous email interviews (Pickard, 2013b), allowing access to 
a large number of participants across the UK,  “ŝŶĐƌĞĂƐŝŶŐ ƐĞůĨ-ĚŝƐĐůŽƐƵƌĞ ? ƚŚƌŽƵŐŚ Ă ŐƌĞĂƚĞƌ
perception of anonymity (Meho, 2006), and encouraging deeper reflection (Fritz & Vandermause, 
2017; Hawkins, 2018; Meho, 2006). To compensate for the lack of visual and non verbal cues that 
can be interpreted from face to face interviews, participants were encouraged to use emoticons 
and formatting such as capital letters, bold words, italics, underlining and capitalization to 
emphasise points and express feelings (Golding, 2011; Meho, 2006). A minimum of two complete 
email exchanges was deemed necessary to ensure adequate probing and follow-up questions.  
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In total 12 email interviews were conducted, involving three student participants, four 
interviewees in supporting roles, one in a middle management position and four in senior 
positions. New participants were invited until saturation was reached (Saunders et al., 2018) and 
sufficient meaningful themes emerged to make sense of the data from the first data collection 
stage (Creswell & Plano Clark, 2011b). Data was again analysed using Braun and ClarŬĞ ?Ɛ ? ? ? ? ? ?
approach. 
 
Findings 
Participants feelings ? about Brexit following the referendum were predominantly negative. 
Positive emotions such as hope, optimism, security, confidence and calm were mentioned only 
in very small numbers. Negative emotions such as disappointment, frustration, insecurity, 
pessimism and nervousness were felt by a high number immediately following the vote, and an 
increased number of participants felt disappointed, sad, rejected, afraid, vulnerable, angry and 
shocked two years after the vote. A majority of 47 (55%) of respondents indicated that their 
uncertainty had not decreased within the two years following the vote.  
 
Figure 1  ? Word cloud feelings of questionnaire participants about Brexit 2 years after the referendum (created with TagCrowd) 
 
A majority of 67 (76%) of participants did not feel well informed about the changes to UK 
immigration law, and 48 (60%) felt uninformed about the steps they needed to undertake before 
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June 2021 to legally remain in the UK. Consequently 68 (77%) of respondents were worried about 
the changes to UK immigration law and its effects on their residency rights. A potentially worse 
educational or professional situation was feared by 32 (36%) of participants, with students being 
most inclined to believe that their professional situation would worsen (Figure 1). 
 
Figure 2  ? Degree to which participants believed that their educational or professional situation would not worsen post-Brexit by 
career levels in percentage, n = 88 
 
 
Of all participants, 34 (39%) had considered leaving, and 12 (14%) had made concrete plans. A 
further 18 (21%) were undecided. Interestingly, 17 (19%) of participants indicated plans to leave 
the UK for reasons unrelated to Brexit. Reasons for leaving were not always exclusively Brexit 
related nor purely unrelated; for four participants (4%), both applied. 
 
Many participants responded that they were unable to predict  ? “ŶĞŝƚŚĞƌĂŐƌĞĞŽƌĚŝƐĂŐƌĞĞ ? ?if 
they would still be in the UK in the next 5 years (24 or 28%) or the next 10 years (32 or 37%). A 
majority of 52 (60%) of participants were confident they would remain in the UK for the next 5 
years, but after 10 years this share decreased to 34 (39%). Participating students felt they were 
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least likely to stay in the UK long-term (75 or 86%); the higher the career level, the more likely 
were participants to picture their future in the UK (Figure 2). 
 
 
Figure 3  ? Degree to which participants see themselves still residing in the UK within the next 5 years by career levels in 
percentage, n = 87 
 
 
Several demographics and characteristics of the research sample were analysed for their effect 
on migration considerations, though given the amount of data available differences were not 
statistically significant. Career level was one factor that did appear to shape responses: 14/26 
(54%) of staff in middle positions and 7/14 (50%) of senior staff were not considering leaving the 
UK because of reasons relating to Brexit. However, 4/7 (57%) of participating students and 16/40 
(40%) of supporting staff were considering leaving. Therefore, the higher the career level, the 
less likely participants were to consider leaving the UK because of reasons related to Brexit.  
 
Participants mentioned practical as well as emotional reasons for staying in the UK. Practical 
reasons included having an excellent employer or a sense of security regarding status and 
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rights. One participant, who decided to leave the UK after 21 years, stated that the insecurity 
felt since the referendum had hugely impacted the decision to leave, and that the Windrush 
scandal1 had left them distrusting the UK government. Barriers to leaving included partners, 
working opportunities abroad, anticipated difficulties in finding a job from abroad, the 
transferability of qualifications, or the need for additional examinations. Participants who had 
spent many years residing and building careers in the UK were especially reluctant to leave. 
Interviews supplied more detail about decisions about whether to leave or stay. Those who had 
already decided to leave were set in their decision, but flexible regarding the timeframe. Feelings 
about leaving were mixed.  
 
A major reason for working in academic libraries and to study LIS at UK universities was the 
ƋƵĂůŝƚǇŽĨh<ĂĐĂĚĞŵŝĐůŝďƌĂƌŝĂŶƐŚŝƉ P “/ŶƚŚĞh< ? ? ?ǇŽƵŐĞƚƚŽŚĂǀĞƐƚĂƚĞŽĨƚŚĞĂƌƚůŝďƌĂƌŝĞƐ ?/ƚŝƐ
like a fairy tale if someone wants to learn ? ?Furthermore, academic libraries and their parent 
institutions were perceived as safe environments by a number of interviewees: 
 
 “I think academic libraries are a good place to be at the moment as you are unlikely to encounter 
any Brexit supporters. This fĞĞůŝŶŐŽĨƐĂĨĞƚǇŝƐǀĞƌǇŝŵƉŽƌƚĂŶƚƚŽŵĞĂƚƚŚĞŵŽŵĞŶƚ ? ?
Work related factors for leaving the UK included better opportunities for professional 
development abroad, EU citizens being passed by for promotion, the end of funding for training 
for EU staff, being made redundant, or difficulties in finding a job. One participant felt especially 
ambivalent about leaving for reasons of career progression: 
 “/ĨĞĞůůŝŬĞŐŽŝŶŐďĂĐŬƚŽǁŽƌŬŝŶ^ƉĂŝŶŝƐůŝŬĞŐŽŝŶŐĂƐƚĞƉďĂĐŬǁĂƌĚƐŝŶŵǇĐĂƌĞĞƌƉƌŽŐƌĞƐƐƐŽĨĂƌ ?
as what I have achieved here would probably not guarantee getting a job in the same level in 
^ƉĂŝŶ ? ?
Yet the statement of one participant pointedly summarises what applied to most interviewees: 
 “The reasons for leaving lie entirely outside my job, career, team, eŵƉůŽǇĞƌ ? ? 
                                                          
1 A recent political scandal in which migrants who had moved from the Caribbean to the UK were wrongly detained, denied legal 
rights, threatened with deportation, or deported from the UK by the Home Office. Many had been born British subjects and had 
arrived in the UK before 1973 (Craggs, 2018). 
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Experiences of discrimination  
As context for the decision making around Brexit, part of the questionnaire explored whether 
respondents had experienced discrimination. Most respondents to the questionnaire reported 
that they had never, or only rarely, experienced any form of discrimination, overt or covert, in 
private or at their place of study or work, due to their nationality. If discrimination occurred in 
the workplace or place of study, this was perceived as covert rather than overt. Workplace 
climates were generally seen as welcoming towards EU nationals, with 68 (78%) feeling this to 
be the case. Seniority of position appeared to be a factor: senior staff indicated the lowest, and 
support staff the highest, levels of exposure to both kinds of discrimination. Overt discrimination 
in the work or study context was still the exception. More often, participants across career levels 
felt covertly discriminated against. Covert discrimination was also perceived when applying for 
jobs. At the job search level, some participants felt that employers preferred to appoint UK 
applicants; one participant only received replies on applications once the participant started 
listing a UK residence. Once in work, some non-professional staff members reported covert 
discrimination originating from co-workers, in the form of jokes, assumptions, choice of words 
and stereotypes. For example, one questionnaire participant felt that one must adopt British 
culture in the workplace to avoid being discriminated against. 
Support for EU nationals 
Receiving support from their university was important for participants across all career levels. 
Student participants who felt unsupported were the biggest proportion (2/7 or 29%), followed 
by (7/40 or 18%) of support staff, 4/14 (14%) of senior staff and 2/27 (7%) of staff in middle 
positions. Over half of participants felt informed by their universities; again students felt least 
informed followed by staff in senior positions, staff in support roles and staff in middle 
positions. In directly comparing the importance of supervisor support with the degree to which 
participants were approached and their concerns addressed by supervisors, a large gap 
becomes apparent: while 61 (69%) of participants valued supervisor support, only 26 (30%) 
actually experienced this. 
 
15 
 
More detail was revealed in the interviews. Support offered by UK universities included 
reassuring emails and talks, information sessions with Human Resources (HR) representatives 
and hired immigration lawyers, dedicated websites providing up-to-date information, and 
mailing lists. Several interview participants positively acknowledged the support they received 
through their HR departments, as the main contact for posing questions and in helping to apply 
for PR or British citizenship. Financial support was also offered, to fund successful applications 
for settled status and pay fees for PR applications. However, some employees reported a lack of 
support from their universities P “/ƚŝƐŵŽƌĞůŝŬĞĂŵĂƌŬĞƚŝŶŐƚŚŝŶŐ ?tĞƐĂǇǁĞƐƵƉƉŽƌƚǇŽƵďƵƚ
ƚŚĞƌĞŝƐŶŽƚŚŝŶŐŵŽƌĞ ? ?ƚŽŶĞƵŶŝǀĞƌƐŝƚǇƐƵƉƉŽƌƚĂŶĚƐƚĂƚĞŵĞŶƚs were only provided after 
being demanded by EU staff. Several participants reported that initial support had been 
discontinued. 
 
Participants also reported informal support from UK colleagues and managers, as well as fellow 
EU nationals. Many reported of empathetic UK colleagues:  “dŚĞǇƚƌǇƚŽĐŽŶǀĞǇƚŚĂƚ/ĂŵŵƵĐŚ
ĂƉƉƌĞĐŝĂƚĞĚ Ăƚ ŵǇ ǁŽƌŬƉůĂĐĞ ĂŶĚ ŵĂŬĞ ǀĂůƵĂďůĞ ĐŽŶƚƌŝďƵƚŝŽŶƐ ƚŽ ƚŚŝƐ ĐŽƵŶƚƌǇ ? ?On the other 
hand, some co-workers were perceived to not acknowledge the implications of Brexit for their 
EU colleagues. One participant felt that this stemmed from ĂĐĂĚĞŵŝĐůŝďƌĂƌŝĂŶƐŚŝƉďĞŝŶŐĂ “ƐĞĐƚŽƌ
ǁŝƚŚƋƵĂůŝĨŝĞĚƐƚĂĨĨ ?ƚŚĂƚŵŝŐŚƚďĞůĞƐƐŽďǀŝŽƵƐůǇĂĨĞĐƚĞĚƚŚĂŶŽƚŚĞƌƐĞĐƚŽƌƐ ? Several participants 
found UK colleagues reluctant to talk about Brexit, possibly due to the topic being divisive, or 
colleagues being afraid, ashamed, or not caring enough. 
 
Interview participants provided various examples of how support could be improved (Table 1). 
 
 
LIS departments and 
schools 
University employers Work 
supervisors 
Colleagues 
Formal Informal Formal  Informal Informal 
Round tables 
and 
meetings 
across 
student body 
Dialogues with 
professors  
More proactive approach More personal 
approach 
Peer 
support 
 
 
General financial advice  Acknowledgement 
of situation 
Pension information Offers to talk 
Better information 
Support office 
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Paying and managing application 
process for settled status 
 
Table 1  ? Summary of examples of desired support by interview participants 
 
 
Discussion  
 
Impacts of Brexit on diversity through migration  
 
Changes to immigration law and effects on the residency rights of participants were a great 
concern to participants in the study. Literature in this area is still speculative, and similarly 
participants could not yet fully judge what their future in the UK might look like. A fear that future 
rights of EU nationals could be aligned to the rights of any foreign national has been established 
as one potential scenario  ? ?ŶŐĞůŽ ?<ŽĨŵĂŶ ? ? ? ? ? ?sĂƌŐĂƐ-Silva, 2016). Furthermore, Vargas-
Silva (2016) speculated that a negative economic development, triggered by Brexit, might have 
an even bigger impact on immigration flows. This mirrors another big fear of participants, many 
of whom were concerned about the effect on their wages and pensions. In this regard the 
literature shows that EU nationals in the UK share the same concerns, irrespective of the sector. 
 
This finding is also in line with McLeod ĂŶĚ >ŽŵĂƐ ? (2017, 2018) research on threats and 
opportunities resulting from the Brexit vote in the ICT sector. Perceived threats mostly related to 
areas outside participants ?control. Many overlapped with factors that participants in this study 
named as factors which would encourage them to leave, such as xenophobia, uncertainty, 
hostility, lower salaries, and loss of human rights on a mainly socio-cultural as well as economic 
level. McLeod and Lomas ? (2017) first survey detected high levels of uncertainty among 
participants directly after the Brexit vote, but their follow-up survey failed to reassess the levels 
of uncertainty two years following the vote (McLeod & Lomas, 2018). This study, however, has 
shown that participants were still highly uncertain about what Brexit would entail for them two 
years after the vote. Whilst the participants in both earlier studies (McLeod & Lomas, 2017, 2018) 
identified opportunities as well as threats for their profession, participants in this study were 
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almost exclusively concerned with threats; these focused less on what Brexit meant for the 
sector, and more on the effect on them personally.  
 
Portes (2016) rightly assumed, as this study has shown, that the uncertainty created by the Brexit 
vote could alone impact migration flows. The author also listed perceptions of an unwelcoming 
climate, individual racist motivated incidents, and a lack of certainty as factors that could lead 
individuals to leave the UK. This study confirms all these factors as crucial in the migration 
considerations shown by participants. Therefore, the study comprehensively added to Portes ? 
(2016) list and identified a whole range of emotions and reasons, actual or potential, leading 
participants to leave. 
 
Researchers have discussed potential workforce losses through migration in different sectors, 
low-skilled and high-skilled, in the face of the Brexit vote (e.g. Mohamed et al., 2017; Rolfe, 2017). 
Much work has focused on HE and science (Galsworthy & McKee, 2017; Kirkland, 2017; Mayhew, 
2017). However, less discussion has emerged about high-skilled non-academic staff from the EU; 
this study has addressed this gap. 
 
 
Workforce diversity in UK academic librarianship  
 
The importance of mirroring user diversity in the workforce (Gulati, 2010; Hanna et al., 2011; 
Kreitz, 2008), was echoed by senior staff participants, who recognised diversity as an important 
organisational goal and asset to a library. Academic librarians from the EU have been recognised 
for their potential to enrich UK academic librarianship and its services through their language and 
cultural skills (Dewey & Keally, 2008; Kim et al., 2007). 
 
In line with this expressed commitment to diversity, many interview participants perceived the 
job application process as very transparent in terms of equal opportunities for UK and EU 
applicants. However, not all participants were sure how this data was being used and if it 
influenced selection processes. Kreitǌ ? ? ? ? ? ?ĞŵƉŚĂƐŝƐĞĚƚŚĂƚ “ƐĞŶŝŽƌŵĂŶĂŐĞƌƐĂŶĚ,ZĚŝƌĞĐƚŽ Ɛ
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ŵƵƐƚĚĞĨŝŶĞƚŚĞŵŽƚŝǀĞ ?Ɛ ?ďĞŚŝŶĚƚŚĞŝƌŝŶƚĞƌĞƐƚŝŶĚŝǀĞƌƐŝƚǇ ? (p. 102). This equally applies to LIS 
students, who need to be assured that they are not only valued economically for the duration of 
their stay, but as a potential workforce.  
 
Retention of a diverse workforce has been regarded as more important than the recruitment of 
diverse staff, reducing open discrimination in the workplace (Howland, 1999). This view is 
supported by the findings of this study.  Only a minority of participants experienced open 
discrimination in the place of work or study. However, covert discrimination and 
microaggressions (Alabi, 2015a, 2015b; Balderrama, 2000) were apparent in several examples 
given by participants. Whilst several questionnaire participants perceived a preference for UK 
applicants among recruiters, as a form of covert discrimination, most interview participants did 
not feel that nationality impacted their job search. Overt discrimination and microaggressions 
were seen to emerge occasionally from co-workers through jokes and comments. While 
thankfully less extreme, there are echoes here of the experience of BAME library staff (Ishaq and 
Hussain, 2019). 
 
Whilst EU nationals in the UK currently do not yet seem to face substantial barriers to entering 
the profession, nationality has seemed to influence job progression by individuals (Acree et al., 
2001; Howland, 1999). Several participants indicated that better opportunities for professional 
development abroad, being passed over for promotion, or being made redundant would be 
potential factors for leaving, confirming the stance of Acree et al. (2001) that professional 
development could be used as a retention tool. The authors specifically ǁĂƌŶĞĚƚŚĂƚ  “ĨĞĞůŝŶŐ
ŵĂƌŐŝŶĂůŝƐĞĚĂŶĚƵŶĂďůĞƚŽŵŽǀĞĂŚĞĂĚ ?ĐŽƵůĚcause minorities to leave (Acree et al., 2001, p. 
46).  
 
Musser (2001) argued that more research was needed on factors making employees want to stay 
in an organisation. This study has found factors, inside and outside of academic librarianship, that 
could influence the desire to stay, and could prove useful for the recommendation of retention 
tools. Among the variety of traditional retention tools discussed in the literature, professional 
19 
 
development and work climate emerged as most appropriate for the research population. 
Howland (1999) emphasised the importance of a supportive work climate for retention. The 
author stressed that institutions, management and every member of the profession should 
contribute to building and maintaining this climate. This need was echoed in ƉĂƌƚŝĐŝƉĂŶƚƐ ?ĚĞƐŝƌĞ
for further support. Whilst this desire focused especially on university support, overall work 
climate was highly important to participants, and therefore support for EU nationals can be 
improved by all parties involved. 
 
 
Support to non UK EU nationals during the Brexti process 
 
Another contribution of this study was to collect evidence of the responses of academic libraries 
and their parent organisations to Brexit, in terms of the kinds of support provided to EU nationals. 
Whilst almost a quarter of participants in the study by McLeod and Lomas (2017) were not aware 
of their organisation ?s response on Brexit directly after the referendum, participants in this 
survey were well aware of the services offered by their universities. Two years after the 
referendum, most participants had at least received emails or messages acknowledging their 
value for their institutions. Even before the vote several participants positively acknowledged 
their universities lobbying against Brexit. Furthermore, after the referendum the sector was 
praised by participants for offering an EU friendly environment. 
 
Some, however, perceived only low levels of support; students especially felt a total lack of 
support regarding Brexit from their universities. On that basis examples of best practice and 
suggestions for additional support from university and supervisor level have been collected. 
Nevertheless, several interview participants acknowledged that their universities could not have 
supported them any better considering that they were similarly unsure what might lie ahead for 
the sector. McLeod and Lomas (2018) urged the UK government to produce a clear roadmap to 
prepare and plan strategies for the time post-Brexit.  
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Conclusions  
 
This study has addressed the lack of research on the impacts of Brexit on workforce diversity 
from an academic library point of view. It discovered that 39% of the research sample had 
considered leaving the UK due to Brexit, of which 14% had concrete plans to leave the UK. The 
sector could therefore indeed be in danger of experiencing a decline in workforce diversity 
through migration if, post-Brexit, thoughts of leaving turn into plans, also taking into account the 
21% who were still undecided whether to leave or stay. However, the actual scale of librarians 
and LIS students leaving, and the impact this might have on workforce diversity in UK academic 
libraries, remains unknown. It became apparent that the sentiment among the study population 
was even more negative two years after the referendum that directly following it. Participants 
had a high degree of uncertainty towards their future in the UK. Although most reasons for 
leaving the UK were found to not be embedded in the academic librarianship environment, the 
sector should facilitate recruitment and retention tools to respond to the challenge of a potential 
loss of EU staff and ultimately diversity, particularly by creating and maintaining a welcoming 
environment and supporting professional development. Whilst many universities already 
provided various kinds of support, participants made numerous suggestions about how to 
improve this. Ultimately, every member of the profession, on every career level, can contribute 
to making current and future academic librarians in the UK feel not only welcome, but valued 
and safe. 
 
Recommendations for universities 
 
Many participants felt that support for EU nationals among staff and students had become less 
important to universities. Best practices for high level support have been summarised and can 
serve as inspiration to set up new support formats. Considering that a majority of questionnaire 
participants valued their universitǇ ?Ɛ support as very important, there needs to be increased 
awareness that Brexit is still as relevant and concerning for them as it was at the time of the vote. 
Universities should be proactive in demonstrating their continuous support and not ceasing 
support after the withdrawal. The establishment of a support office, with clear responsibility for 
21 
 
EU citizens among staff and students, could be one way of providing help post-Brexit. Participants 
desired more help and advice in financial matters; for instance, regarding pensions, or in paying 
for and managing the application process for settled status. More effort should be made to 
support students especially; for example, by including them in email communication regarding 
Brexit. Efforts also should be made to convey that they are welcomed as future workers in the 
UK. This could be facilitated for instance through job fairs directed at EU students. 
 
Recommendations for Academic Libraries 
 
Academic library leaders and managers must aim to protect the perception of the academic 
library as a safe environment by upholding a welcoming climate and openly appreciating staff 
diversity. Library leaders should develop strategies to detect and address covert discrimination 
in the working place. Additionally, recruiters should understand how to avoid perceptions of 
discrimination in recruiting and keep the job application process transparent. When publishing 
job advertisements, they should ensure that requirements are not limited to UK qualifications. 
Advertisements could include a list of accepted qualifications from EU countries, potentially in 
cooperation with CILIP. Ultimately, library managers and supervisors should use professional 
development as a retention tool across their workforces. It is also recommended to take a 
personal approach towards supporting staff with EU nationality, by not avoiding the topic and 
offering to talk and acknowledge the anxieties of EU staff. UK academic librarians with non-UK 
EU nationals in their immediate teams are also advised to start or maintain dialogues with their 
colleagues, show an interest in their situation, and acknowledge the implications of Brexit for 
them. Every member of staff needs to be aware that some comments, even if intended as a joke, 
might have wider implications for the recipient. 
Recommendations for LIS departments and schools 
 
LIS schools and departments could play a major part in helping EU students into academic 
librarianship work in the UK and preparing them for the UK job market. The job application 
process should be part of any curriculum, including advice on the equivalency of EU and UK 
qualifications and legal steps necessary to work in the UK. Additionally, LIS departments and 
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schools are also in a good position to enable dialogue. One student expressed the wish for round 
tables and meetings between EU and UK students. Professors and teaching staff are also 
encouraged to engage in dialogues with their EU students. 
 
 
References 
 
Acree, E. K., Epps, S. K., Gilmore, Y., & Henriques, C. (2001). Using professional development as 
a retention tool for underrepresented academic librarians. Journal of Library 
Administration, 33(1 W2), 45 W61. 
Aitchison, K. (2017). On the outside looking in: What will Brexit mean for European 
archaeology? The Historic Environment: Policy & Practice, 8(3), 194 W198.  
Alabi, J. (2015a). Racial microaggressions in academic libraries: Results of a survey of minority 
and non-minority librarians. Journal of Academic Librarianship, 41(1), 47 W53.  
ůĂďŝ ?: ? ? ? ? ? ?ď ? ? “dŚŝƐĂĐƚƵĂůůǇŚĂƉƉĞŶĞĚ ? PŶĂŶĂůǇƐŝƐŽĨůŝďƌĂƌŝĂŶƐ ?ƌĞƐƉŽŶƐĞƐƚŽĂƐƵƌǀĞǇ
about racial microaggressions. Journal of Library Administration, 55(3), 179 W191.  
Balderrama, S. R. (2000). This trend called diversity. Library Trends 49 (1), 194-214.  
Bhambra, G. K., Nisancioglu, K., & Gebrial, D. (2018). Decolonizing the university. London: Pluto 
Press.  
Braun, V., & Clarke, V. (2006). Using thematic analysis in psychology. Qualitative Research in 
Psychology, 3(2), 77 W101. 
Bryman, A. (2016). Sampling in quantitative research. In Social research methods (5th ed., pp. 
171 W196). New York: Oxford University Press.  
Bryman, A., & Cramer, D. (2011). Data analysis and the research process. In Quantitative data 
analysis with IBM SPSS 17, 18 & 19: A guide for social scientists (1st ed., pp. 1 W17). London: 
Routledge.  
Chartered Institute of Library and Information Professionals [CILIP]. (2018). CILIP accredited 
qualifications. Retrieved October 24 2019, from https://archive.cilip.org.uk/cilip/cilip-
accredited-qualifications 
Craggs, R. (2018). The 2018 Commonwealth heads of government meeting, the Windrush 
scandal and the legacies of empire. The Round Table, 107(3), 361 W362.  
Creswell, J. W., & Creswell, J. D. (2018). The selection of a research approach. In Research 
ĚĞƐŝŐŶ෴ ?YƵĂůŝƚĂƚŝǀĞ ?ƋƵĂŶƚŝƚĂƚŝǀĞ ?ŵŝǆĞĚŵĞƚŚŽĚƐĂƉƉƌŽĂĐŚĞƐ (5th ed., pp. 3 W22). Los 
Angeles: SAGE. 
Creswell, J. W., & Plano Clark, V. L. (2011a). Analyzing and interpreting data in mixed methods 
research. In Designing and conducting mixed methods research (2nd ed., pp. 203 W250). Los 
Angeles: SAGE Publications.  
Creswell, J. W., & Plano Clark, V. L. (2011b). Collecting data in mixed methods research. In 
Designing and conducting mixed methods research (2nd ed., pp. 171 W201). Los Angeles: 
SAGE Publications. 
23 
 
 ?ŶŐĞůŽ ? ? ? ?<ŽĨŵĂŶ ? ? ? ? ? ? ? ? ?&ƌŽŵŵŽďŝůĞǁŽƌŬĞƌƐƚŽĨĞůů ǁĐŝƚŝǌĞŶƐĂŶĚďĂĐŬĂŐĂŝŶ ?ƚŚĞ
future status of EU citizens in the UK. Social Policy and Society, 17(2), 331 W343.  
ĞǁĞǇ ? ? ? ?<ĞĂůůǇ ?: ? ? ? ? ? ? ? ?ZĞĐƌƵŝƚŝŶŐĨŽƌĚŝǀĞƌƐŝƚǇ PƐƚƌĂƚĞŐŝĞƐĨŽƌƚǁĞŶƚǇ ?ĨŝƌƐƚĐĞŶƚƵƌǇ
research librarianship. Library Hi Tech, 26(4), 622 W629.  
Esmail, A., Panagioti, M., & Kontopantelis, E. (2017). The potential impact of Brexit and 
immigration policies on the GP workforce in England: A cross-sectional observational study 
of GP qualification region and the characteristics of the areas and population they served 
in September 2016. BMC Medicine, 15(1).  
Equality and Human Rights Commission (2019). Tackling racial harrassment: Universities 
challenged. Retrieved October 24 2019, from 
https://www.equalityhumanrights.com/sites/default/files/tackling-racial-harassment-
universities-challenged.pdf 
European Commission. (2018). Draft agreement on the withdrawal of the United Kingdom of 
Great Britain and Northern Ireland from the European Union and the European Atomic 
Energy Community. Retrieved Retrieved October 24 2019, from 
https://g8fip1kplyr33r3krz5b97d1-wpengine.netdna-ssl.com/wp-
content/uploads/2018/03/draft_agreement_coloured-2.pdf 
European Union [EU]. (2018). Countries. Retrieved October 24 2019, from 
https://europa.eu/european-union/about-eu/countries_en 
Fahy, N., Hervey, T., Greer, S., Jarman, H., Stuckler, D., Galsworthy, M., & McKee, M. (2017). 
How will Brexit affect health and health services in the UK? Evaluating three possible 
scenarios. The Lancet.  
Fritz, R. L., & Vandermause, R. (2017). Data collection via in-depth email interviewing: Lessons 
from the field. Qualitative Health Research, 28(10), 1640 W 1649.  
Galsworthy, M., & McKee, M. (2017). A plan for U.K. science after the European Union 
referendum. Science, 355(6320), 31 W32.  
Golding, B. (2011). Exploring the lived experiences of egg share donors: Can women consent to 
share their eggs? (Doctoral thesis, University of Huddersfield, United Kingdom). Retrieved 
October 24 2019 from http://eprints.hud.ac.uk/id/eprint/10780/ 
Gulati, A. (2010). Diversity in librarianship: The United States perspective. IFLA Journal, 36(4), 
288 W293.  
Gulland, A. (2016). What would the NHS look like if the UK left the EU? BMJ, 353, i3027.  
Hanna, K. A., Cooper, M. M., & Crumrin, R. A. (2011). Introduction to diversity in academic 
libraries. In Diversity programming and outreach for academic libraries (pp. 1 W15). Oxford: 
Chandos Publishing.  
Hawkins, J. E. (2018). The practical utility and suitability of email interviews in qualitative 
research. The Qualitative Report, 23(2), 493 W501. Retrieved October 24 2019 from 
https://nsuworks.nova.edu/tqr/vol23/iss2/15 
Higher Education Funding Council for England [HEFCE]. (2018). HEFCE-funded higher education 
institutions. Retrieved June 4, 2018, from 
http://www.hefce.ac.uk/workprovide/unicoll/heis/ 
Higher Education Statistics agency [HESA]. (2018a). Staff. Retrieved Retrieved October 24 2019, 
from https://www.hesa.ac.uk/data-and-analysis/staff 
Higher Education Statistics agency [HESA]. (2018b). Where do HE students come from? 
24 
 
Retrieved October 24 2019, from https://www.hesa.ac.uk/data-and-
analysis/students/where-from 
Hobolt, S. B. (2016). The Brexit vote: A divided nation, a divided continent. Journal of European 
Public Policy, 23(9), 1259 W1277.  
Honma, T. ( ? ? ? ? ? ?dƌŝƉƉŝŶ ?ŽǀĞƌƚŚĞĐŽůŽƌůŝŶĞ PdŚĞŝŶǀŝƐŝďŝůŝƚǇŽĨƌĂĐĞŝŶůŝďƌĂƌǇĂŶĚŝŶĨŽƌŵĂƚŝŽŶ
studies. InterActions: UCLA Journal of Education and Information Studies, 1(2), 1 W26.  
Howland, J. (1999). Beyond recruitment: retention and promotion strategies to ensure diversity 
and success. Library Administration and Management, 13(1), 4 W14. 
Ishaq, M and Hussain, AM (2019). BAME staff experiences of academic and research libraries. 
London: SCONUL. Retrieved October 24 2019 from https://www.sconul.ac.uk/page/bame-
staff-experiences-of-academic-and-researchlibraries 
Johnson, R. B., Onwuegbuzie, A. J., & Turner, L. A. (2007). Toward a definition of mixed methods 
research. Journal of Mixed Methods Research, 1(2), 112 W133.  
Kim, K.-S., Chiu, M.-H., Sin, S.-C. J., & Robbins, L. (2007). Recruiting a diverse workforce for 
academic/research librarianship: Career decisions of subject specialists and librarians of 
color. College & Research Libraries, 68(6), 533 W553.  
Kirkland, J. (2017). British universities after brexit. The Round Table.  
Kreitz, P. A. (2008). Best practices for managing organizational diversity. The Journal of 
Academic Librarianship, 34(2), 101 W120.  
Lessard-Phillips, L., & Sigona, N. (2018). Mapping EU citizens in the UK: A changing profile? 
(Eurochildren Research Brief No. 3). Retrieved October 24 2019 from 
https://eurochildren.info/2018/07/24/mapping-eu-citizens-in-the-uk-a-changing-profile/ 
Mayhew, K. (2017). UK higher education and Brexit. Oxford Review of Economic Policy, 33(S1), 
S155 WS161.  
DĐůĞĂŶ ?W ? ? ? ? ? ? ? ?ƌĞǆŝƚdŝŵĞůŝŶĞ P<ĞǇĚĂƚĞƐŝŶh< ?ƐĚŝǀŽƌĐĞǁŝƚŚh ?ZĞƚƌŝĞǀĞĚRetrieved 
October 24 2019 from https://www.ft.com/content/64e7f218-4ad4-11e7-919a-
1e14ce4af89b 
McLeod, J., & Lomas, E. (2017). Engaging with change: Information and communication 
ƚĞĐŚŶŽůŽŐǇƉƌŽĨĞƐƐŝŽŶĂůƐ ?ƉĞƌƐƉĞĐƚŝǀĞƐŽŶĐŚĂŶŐĞŝŶƚŚĞĐŽŶƚĞǆƚŽĨƚŚĞ ‘ƌĞǆŝƚ ?ǀŽƚĞ ?PLoS 
ONE, 12(11), 1 W26.  
McLeod, J., & Lomas, E. (2018). Brexit and Information & Communication Technology (ICT): 
Shaping ICT Priorities. Retrieved October 24 2019 from 
https://www.ucl.ac.uk/information-studies/sites/information-
studies/files/lomas_mcleod_brexit_final_2018.pdf 
Meho, L. I. (2006). E-mail interviewing in qualitative research: A methodological discussion. 
Journal of the American Society for Information Science and Technology.  
Mohamed, M., Pärn, E. A., & Edwards, D. J. (2017). Brexit: Measuring the impact upon skilled 
labour in the UK construction industry. International Journal of Building Pathology and 
Adaptation, 35(3), 264 W279.  
Morales, M., Knowles, E. C., & Bourg, C. (2014). Diversity, social justice, and the future of 
libraries. Portal: Libraries and the Academy, 14(3), 439 W451.  
DŽƌƌŝƐ ?> ? ? ? ? ? ? ? ?dŚĞŝŵƉůŝĐĂƚŝŽŶƐŽĨƌĞǆŝƚĨŽƌůŝďƌĂƌŝĞƐ PŶĂĐĂĚĞŵŝĐůŝďƌĂƌŝĂŶ ?ƐƉĞƌƐƉĞĐƚŝǀĞ ?E-
International Relations. Retrieved October 24 2019 
http://eprints.leedsbeckett.ac.uk/3415/ 
25 
 
Musser, L. R. (2001). Effective retention strategies for diverse employees. Journal of Library 
Administration, 33(1/2), 63 W72. 
Neely, T. Y., & Peterson, L. (2007). Achieving racial and ethnic diversity among academic and 
research librarians: The recruitment, retention, and advancement of librarians of color ? A 
white paper. College & Research Libraries News, 68, 562 W565. 
Peterson, L. (1999). The definition of diversity: Two views. A more inclusive definition. Journal 
of Library Administration, 27(1 W2), 17 W26. 
Pickard, A. J. (2013a). Ethics in research. In Research Methods in Information (2nd ed., pp. 87 W
96). London: Facet Publishing. 
Pickard, A. J. (2013b). Interviews. In Research Methods in Information (2nd ed., pp. 195 W206). 
London: Facet Publishing. 
Pickard, A. J. (2013c). Questionnaires. In Research Methods in Information (2nd ed., pp. 207 W
223). London: Facet Publishing. 
Pickard, A. J. (2013d). Surveys. In Research methods in information (2nd ed., pp. 111 W118). 
London: Facet Publishing. 
Pinfield, S., Cox, A. M., & Rutter, S. (2017). Mapping the future of academic libraries: A report 
from SCONUL. Retrieved October 24 2019 from 
https://www.sconul.ac.uk/sites/default/files/documents/Mapping the Future of Academic 
Libraries Final proof_0.pdf 
Portes, J. (2016). Immigration after Brexit. National Institute Economic Review, 238(1), R13 W
R21. 
Remigi, E., Martin, V., Sykes, T., & Szirtes, G. (2017). /Ŷ>ŝŵďŽ෴ ?ƌĞǆŝƚƚĞƐƚŝŵŽŶŝĞƐĨƌŽŵh
Citizens in the UK. 
Riley-Reid, T. (2017). Breaking down barriers: Making it easier for academic librarians of color to 
stay. Journal of Academic Librarianship, 43(5), 392 W396.  
ZŽůĨĞ ?, ? ? ? ? ? ? ? ?/ƚ ?ƐĂůůĂďŽƵƚƚŚĞ&ůĞǆ PWƌĞĨĞƌĞŶĐĞ ?Ĩů ǆŝďŝůŝƚǇĂŶĚƉŽǁĞƌŝŶƚŚĞĞŵƉůŽǇŵĞŶƚŽĨ
EU migrants in low-skilled sectors. Social Policy and Society, 16(4), 623 W634.  
Saunders, B., Sim, J., Kingstone, T., BakĞƌ ?^ ? ?tĂƚĞƌĨŝĞůĚ ?: ? ?ĂƌƚůĂŵ ? ? ? ?:ŝŶŬƐ ? ? ? ? ? ? ? ? ?
Saturation in qualitative research: Exploring its conceptualization and operationalization. 
Quality and Quantity, 52(4), 1893 W1907.  
Schneider, K. G. (2016). To be real: antecedents and consequences of sexual identity disclosure 
by academic library directors. The Journal of Academic Librarianship, 42(6), 719-731. 
Society of College National and University Libraries [SCONUL]. (2018). Members and 
representatives. Retrieved October 24 2019, from https://www.sconul.ac.uk/members-
and-representatives 
Vargas-Silva, C. (2016). EU migration to and from the UK after Brexit. Intereconomics, 51(5), 
251 W255.  
Vehovar, V., Toepoel, V., & Steinmetz, S. (2016). Non-probability sampling. In C. Wolf, D. Joye, 
T. W. Smith, & Y. Fu (Eds.), The SAGE Handbook of survey Methodology (pp. 329 W345). Los 
Angeles: SAGE. 
Wooldridge, K. (2017). When the UK leaves Europe where does that leave me? The Historic 
Environment: Policy & Practice, 8(3), 188 W193.  
 
